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ABSTRACT 

Korea's labor market was analyzed to inform efforts to 
develop a scheme to improve the utilization of vocational qualifications. The 
study examined the different meanings of qualifications in South Korea's 
labor market. and how utilization of qualifications is influenced by factors 
such as types of human resource management, vocational training markets, and 
labor unions. The data collection methods included analysis of labor panel 
materials, questionnaires, and a case study. The following strategies for 
promoting usage of vocational qualifications were among those identified: (1) 

encourage companies to implement an ability-oriented human resources 
management, to both advance vocational ability and increase productivity; (2) 
develop a two-track qualification system consisting of corporate 
qualifications for use in internal labor markets where job function and 
seniority-oriented human resource management predominate and a nationwide 
standardized qualification system for the external labor market in which 
transfer of human resources frequently occurs; (3) promote qualifications of 
the external market with a focus on the diverse needs of both employees and 
companies; (5) analyze and evaluate the uses and outcomes of qualifications 
on a regular basis; and (6) coordinate promotion of qualifications with 
investment in companies' human resources management and technology policies. 
(Thirty-one tables/figures are included. The bibliography lists 29 
references) (MN) 
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I. Introduction 



1. The purpose of the study 



Qualification indicates an individual ability and knowledge that can 
carry on specified duties(Gabler Wirtschafts-Lexikon, 1988). Furthermore; 
according to the 'Basic Act of Qualification', qualification is defined as 
evaluations by all due standards and processes, a recognizable knowledge 
and required abilities for the performance of one's duties'. This study 
focuses on the latter meaning of vocational qualification, which implies a 
narrower and more specific definition. 

The function of an 'vocational qualification' should be to enhance 
individual economic value, promote job mobility in the labor market, and 
facilitate the required demands and supplies of human resources for new 
occupations or businesses (Note: Hereinafter, qualifications means 

vocational qualifications). In other words, a qualification should require 
'transparency' as a signal, representing the values of individual 
capabilities, a 'currency' that reduces the high cost of training for 
adaptability and/or a 'flexibility' in the rapidly changing industrial 
structure. 

Furthermore, one's qualifications should be related to his/her career 
developments, promotions, and the levels of salary because qualification 
itself ought be an effective means of advancement of vocational abilities. 
In addition, whether one has the right qualification can be utilized as 
important information for the effective management of human resources 
in a company. 

OECD regards the recognition of qualification as a procedure of 
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enhancing an individual's marketability as well as the outcome of one's 
knowledge and quality through an official process (Shin, Myung-Hoon, et 
all, 1997). However, the degrees of value endorsing a qualification 
depend on a variety of norms and customs in a society. For example, 
Germany places more value on qualifications than other countries in 
Europe. As a result, German laborers can find better jobs and get paid 
better wages by acquiring a certificate of a certain qualification. 
Moreover, laborers who possess the equivalent qualifications can establish 
occupational organizations for the advancement of their wages and status. 
With these organizations, they constitute a powerful body of lateral 
territory in the labor market. On the other hand, in the U. S. and 
England, the market determines the value of the qualification. 

In South Korea, the value of a qualification is considered less than 
those of academic achievements, thus it is not actively considered in the 
labor market. However, recently, academic achievements have been used 
merely as an index of one's performance in the workplace due to the 
inflation of academic achievements and dramatic technological changes 
making the labor market more competitive than ever before. Therefore, it 
is required that qualifications be added on a new form of evaluation 
thus requiring companies to actively use it. This will raise the value of 
qualification. 

The functions of qualification are, first, to promote lifelong learning 
and to develop one's vocational ability and, second, to have companies 
offer incentives for employment, promotions, and wages. However, in 
South Korea, the status of the qualification has been served mainly when 
laborers are employed as such, due to the influence of educational 
training markets; as a result, it has not functioned well as a mechanism 
for continuously developing one's vocational ability in the workplace. In 
other words, the status of the qualification is not proportionally related 
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to rewards in the workplace. Therefore, if the qualification has an index 
of one's performance in the workplace and can be connected to the 
standards of wages and promotions, then its roles will be elevated and 
demand will increase. Hence, the status of the qualification should be 
related to the system of human resources management (HRM) for the 
development of individual vocational ability. 

The utilization of qualification should increase one's wages, work 
satisfaction, job stability and employment efficiency. In doing so, the 
appropriate rewards and treatments should follow according to one's 
ability (See Figure 1-1). 

The purpose of this study is to analyze the utilization of the existing 
qualifications 1 in the labor market. Using the results of the analysis, we 
can seek ways to develop its diverse usages. 



1) Qualification in this study includes national qualifications, national technical 
qualifications, private qualifications, and foreign qualifications. 
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System of Qualification 



System o f Human 
Resources Management 




Figure 1-1. The relationship between the system of qualification and 
the system of human resources management 
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2. The Contents of the Study 



The contents of the study are as follows (See Figure 1-2). 

First, the study examines the different meanings qualification has in 
the labor market in South Korea. Second, the system of the qualification 
is influenced by such factors as the labor market, the types of human 
resources management, the types of vocational training markets, and the 
types of labor unions. Thus, this study analyzes how' the system of the 
qualification can be affected by the factors mentioned above. Third, this 
study investigates the utilization of qualification in South Korea's labor 
market. For the investigation, this study uses the analysis of labor panel 
materials, questionnaires, and a case study. Fourth, this study suggests 
several ways to promote the usages of qualification. 
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II. The Meanings of Qualification in the Labor 

Market 



1. Individual Level 



A qualification evaluates one's job performance. For those who want to 
be employed, it enables them to gain easier access to the labor market, 
and for those employed in the workplace, it enables them to acquire job 
security, work satisfaction, while increasing their wages. According to 
human resources theories, the value of human beings is elevated by the 
accumulation of education and training because the investment of 
education and training that are associated with future income. 

As a result, at an individual level, qualification enables individuals to 
enhance their vocational ability, improve working conditions, promote job 
security, increase salaries, advance their careers and bring about job 
satisfaction. 



2. Company Level 

A 'company' views qualification as one of the main criteria for 
selecting employees. Furthermore, the function of selecting employees 
depends on the type of the labor market in a given society. For 
example, in western societies where a job-base labor market is prevalent, 
qualifications are widely used because they are directly related to job 
performance. Thus, qualification plays a relatively important role as an 
index of one's vocational ability in the workplace and in the industry. 




15 



However, in South Korea and Japan where a company-based internal 
labor market is predominant, qualification serves less as a mechanism to 
select skilled employees than in western countries. In other words, the 
selection of employees in South Korea and Japan does not weigh heavily 
on professional knowledge and performance. Thus the nature of 
qualification in these societies is not related to specified knowledge or 
skills, and the labor market shows that generalists rather than specialists 
are more likely to be hired. As a result, the relationship between human 
resources management and qualification is weak. Therefore, if human 
resources management develops in a way that directly ties job 
performance with wage increase, it will play a more important role in 
career development as well as personnel management. 

3. State Level 



A qualification functions as a signal indicating one's vocational ability 
to both employers and employees in a labor market with little 
information. Hence, qualification becomes the standard of evaluating 
human resources and, as a result, reduces the costs of hiring and firing 
employees, turnover costs and transaction costs. The reduction of such 
costs leads to efficient economic activities (Lee, Dong-Im, 1997). 

Qualification represents the status of one's ability, implies knowledge 
and skills necessary for the labor market, and indicates the status of the 
current supply and demand. It even reveals a cause of the imbalance in 
supply and demand in the labor market. In this vein, qualification can 
contribute to the development of a new form of evaluation of human 
resources. This enables the implementation of a more objective and 
appropriate assessment of one's vocational ability. Recently, many 
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countries are paying attention to gathering information on human capital 
and employing it efficiently. In addition, efforts have been made to 
introduce a new form of assessing human resources in order to enhance 
the effects of various labor market policies (Uh Soo-Bong, et all, 1999). 
Therefore, the qualification system is needed as an instmment for 
evaluating and documenting one's vocational ability and this will help the 
state, companies, as well as individuals to effectively utilize information 
for maintaining and developing human capital. 



HI. Factors Affecting the Types of Qualification 

System 



1. Analysis Frames of Influential Factors 

A qualification system is affected by the operations of other systems 
in a given country. Thus, it is necessary to examine what factors have 
an influence on the types of qualification system 2 . A country's 
qualification system is affected by its economy, society, corporate 
culture, and vocational education and trainings. Among them, as shown 
in Figure ffl-1, the qualification system tends to be more affected by the 
types of the labor market, the types of human resources management, 
the types of vocational training, and the types of relationship between 
labor and capital. In addition, the types of human resources management 

2) The types of qualification system are classified as market-led, corporatism, and 
state-led. 
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and the relationship between labor and capital are affected by the types 
of the labor market and vice versa. The types of vocational training are 
affected by the relationship between labor and capital and visa versa. 




Figure JJT-1. Factors Affecting the Types of Qualification System 
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2. Types of the Labor Market 

The qualification system plays a significant role in screening human 
resources. However, the function of the screening depends on the types 
of the labor market. Depending on whether or not the labor market is 
open, it is categorized as an external labor market or an internal labor 
market. 

The external labor market is characterized as being open horizontally. 
That means, the duties of occupations are standardized and the labor 
market is broken down by the nature of occupations; thus, the supply 
and demand of human resources are operated by job duties. Such a type 
of labor market enables laborers to develop their careers by transferring 
to other positions or other companies. This can be seen in countries in 
North America and Europe. In such countries, human resources are 
selected in the external labor market when needed, and they are expelled 
from the external labor market when demand is low. Thus, the period of 
employment in a company is relatively short. 

Meanwhile, in the internal labor market, it is the duties or positions of 
occupations in a company that demand human resources. In the same 
vein, the existing members of the company are suppliers of the positions 
available. Thus, personnel changes are more likely to come through 
transfers and promotions within the company. As a result, the 
commitment of employees to the company is very strong and career 
developments are conducted by carrying out the different duties within 
the company. This is common in Confucian countries such as South 
Korea and Japan. 

In the internal labor market mentioned above, personnel changes 
outside the company are relatively limited due to the expensive turnover 
costs. Thus, after filling the quota for the lower rung of the ladder. 



employees are then transferred, rotated, or promoted within the company. 
Some quit due to the rotations. However, the majority of employees will 
climb as far as they can up the ladder and then retire. 

In the external labor markets of Western and European countries, 
qualification is standardized by skill. This is known as the National Skill 
Standard, because the labor market is structured by job duties. In the 
case of Germany, influential organizations, classified by occupation, grant 
qualifications to individuals. Thus, qualification is widely used as an 
index of one's vocational ability in relevant occupational sectors. In 
addition, the nationally standardized vocational training and evaluation are 
related to the current demands of the labor market. 

In countries that have internal labor markets, the specificity and nature 
of expertise promote the internal labor market. Skills and specialized 
knowledge needed for jobs are passed down directly from predecessors, 
rather than implementing standardized vocational training (Bae Moo-Ki, 
1994). Thus, in countries where the internal labor market has existed for 
a long time, the qualification granted by a company a corporate 
qualification becomes important because employees are assigned specified 
duties related to training and promotions provided by the company; as a 
result, qualification functions as a mechanism to evaluate the specified 
duties of employees. 

3. Types of Human Resources Management 

Both types and functions of qualification depend on the types of 
human resources management. In other words, skills supplied to the 
labor market vary in relation to the kinds of personnel that are recruited 
and selected. In addition, the incentive to develop one's vocational ability 





differs in accordance with promotions and wages. Therefore, it can be 
argued that qualification depends on the types of human resources 
management. 

The types of human resources management are usually categorized as 
job duty-oriented, seniority-oriented, and job function-oriented. 

In job duty-oriented human resources management, employees are 
recruited on the criteria of job performance. Wages are determined by 
the value of the job performance granted by the labor market. The job 
duty-oriented human resources management is a system in which control 
of job performance within a promotion path is established. This is 
generally employed in Western countries where the external labor market 
is developed. 

In seniority-oriented human resources management, the system is 
hierarchical in nature, defined by the number of years employed as well 
as the experience of the employees. This is generally employed in 
eastern Asian countries where the family, collectivism, 
community-oriented society and the internal labor market are developed. 

Job function-oriented human resources management is characterized as 
something between job duty-oriented and seniority-oriented human 
resources management. This management style grants lifetime income 
security according to the years of service of employees and guarantees 
rewards according to the value of job duties. In other words, this is an 
ability-oriented human resources management and, in Japan, it is called a 
job-function oriented qualification system. Wages and employment are 

important factors of the job-function oriented human resources 
management. 

Wages cost employers but they are also sources of income for 
employees. Thus, appropriate levels of income are important because they 
enhance the laborer’s vocational ability and productivity. The system of 
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wages can also be categorized into job duty-related, seniority-related, and 
job function-related systems. In the job duty-related wages system, the 
levels of income are determined by evaluations of job duties. In other 
words, wages reflect the amount of labor in the job-duty related wages 
system. It takes into consideration the significance, degrees of difficulty, 
and responsibility of jobs. 

In the seniority -related wages system, the levels of income are 
determined by academic achievements and years and experiences that 
employees have accumulated in a company. In this system, the number 
of years of employment is considered the most important factor in 
setting the levels of income, followed by job performance evaluations. 

In the job function-related wages system, the levels of income are 
determined by individual job performance. The system is divided into 
two tracksone guaranteed for the promotion of a position and the other 
guaranteed for salary increases. Thus, laborers are deemed qualified and 
promoted for a position on the basis of their vocational ability - not 
academic achievements. It offers more opportunities to employees. It also 
contributes to the formation of an amicable community made up of both 
employers and employees. 

The job duty-oriented recruitment system differs in various ways from 
that of job-function and seniority-oriented systems. Experienced 
employees are more likely to be hired in the job duty-oriented 
recruitment system because it is based on the flexibility of the labor 
market. Meanwhile, novices tend to be hired in the job function-oriented 
or the seniority-oriented recruitment systems, then a company provides 
them with vocational education and training. 

Again, the types of human resources management affecting the 
qualification system are: 1) job duty-oriented, 2) job function-oriented, 
and 3) seniority-oriented. In job duty-oriented human resources 



management, specialists are usually hired for designated job duties and 
their wages are determined by their job achievements. As a result, the 
role of qualification in the labor market is usually considered important 
for employment. However, in the cases of job function-oriented and 
seniority-oriented human resources management, generalists are usually 
hired, and as mentioned above, the company provides them with relevant 
vocational education and training; thus, the qualification granted by the 
individual company is usually considered more important. 

Table M-L Types of Human Resources Management and Qualification 

Systems 



Classified 


Job Duty Oriented 


Job Function & 
Seniority-Oriented 




Employed by Job 


Employed by Occupation, 


Employment 


Duty 


Academic Achievement, 




Specialist Hired 


& Generalist Hired 


Wages 


Job Duty Related 


Job Function & 
Seniority Related 


Qualification 

Systems 


Standardized 
Qualifications in the 
Labor Market 


In-firm Qualifications 



4. Types of Vocational Training 

In a traditional industrial society, large amounts of labor and capital 
produced 'value added' resources. However, now, human capital and 
knowledge produce 'value added' resources. As a result, the survival of a 
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company depends on how human capital is secured, maintained and 
developed. Vocational education training, an important instrument to 
secure and develop human resources, are categorized into private-led and 
state -led. 

Private-led vocational training is again divided into two, a market type 
and corporatism type. The former is generally employed in the U. S. 
and England, and the latter in Germany and France, where labor unions 
and industrial organizations are more concerned about vocational training 
Thus, training is provided according to the demands of an industry. 

In a country in which the market type of vocational training is 
operated, training tends to fail due to under-investment such as in the 
case of laissez-faire economy. However, if a government has too much 
control over the economic market, other failures can ensue. In order to 
prevent these failures and to produce public property, the governments of 
the U.S and England have introduced the certification system of human 
resources development for the vocational development of employees 
currently working in companies. Meanwhile, in Germany where the 
corporatism type of vocational training is mainly employed, companies 
are constantly investing in the training of highly skilled workers in order 
to meet the strategies of manufacturers producing high value added 
goods. German manufacturers have developed unique human resource 
policies and skills to maintain the production of high value added goods. 
In other words, certifications of skill are required for employment, 
transfers, and promotions, which guarantees a high level of employment. 
Wages are determined by general agreements set by the relevant 
communities; thus, companies can reduce the costs of vocational training. 
It also prevents the offering of higher wages to skilled workers of rival 
companies (Chung Ju-Yon, 1997). 

South Korea is a typical example of the state-led vocational training 



market. The vocational training of South Korea has, for a long time, 
focused mainly on supply - which allows the easy operation of training 
- rather than demand, which requires an accurate understanding of the 
need for vocational training. The qualification system has been mostly 
used as a ticket to an initial entrance into the labor market; thus, the 
qualifications of employees currently working were not developed. As 
such, qualification's relationship to wage was weak in the labor market. 
Therefore, it is necessary to construct fair evaluations of vocational 
training and their equivalent reward systems. 

Companies should promote the advancement of human resources for 
the accumulation of knowledge capital, by efficiently developing an 
internal labor market with an emphasis on increasing employment 
possibilities and improving marketability. This will lead to an increase in 
the importance of qualification for workers. In state-led vocational 
training, the state directly implements vocational training; thus, the 
functions of private-led vocational training centers are weak. In such 
vocational training, trainings on basic education to novices, not training 
for the advancement of vocational skills, are mainly conducted. Whether 
in the market type or corporatism type, private-led vocational training 
may make it possible for training to be implemented according to the 
needs of the labor market. In Germany, as mentioned above, labor 
unions and representatives of each sector conduct vocational training; 
thus it ensures the advancement of vocational skills. In the U. S. and 
England both of the market types training for the advancement of 
vocational skills are reinforced and human resources is induced to 
prevent failure in the labor market. Hence, in South Korea, private-led 
vocational training needs to expand to activate the advancement of 
vocational skills and to make verification of qualification more available. 
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5. Types of Industrial Relations 



As mentioned above, the type of labor market determines how the 
qualification functions. The types of the labor market and recurrent 
affects of the core value of the qualification indirectly affect the 

relationship between labor and capital. 

In the external labor market, the labor market is organized with 
priority to job duty, thus making it easy for the relationship between 
labor and capital to be established by businesses and occupations. 
However, in the internal labor market, the labor market is organized 
with priority to a company; thus, the relationship between labor and 
capital is also determined by the company. The labor unions of Europe 
are organized by business and by occupation. However, individual 
companies organize labor unions in South Korea and Japan. The types 
of relationship between labor and capital are categorized as the 

corporatism type 3 and decentralized type. 

The qualification systems in German are closely related to the 
corporatism type of relationship between labor and capital. The labor 

unions regulate vocational training of industries as well as of the state 
with help from companies; thus, labor and capital make cooperative 
decisions on such matters as employment and wages. This is because the 
labor unions of Germany are operated as a center of human resources. 
As such, labor unions and organizations are partners in collective 
bargaining operated by their relevant occupations. 

In Germany, both labor and capital emphasize the development of 



3) The way of collective bargaining is centralized, thus its effect of the results of the 
bargaining is far-reaching. The main body of the collective bargaining takes into 
consideration the status of national economy when making a decision. 




human resources. They view quality and long-term development of 
human resources as important factors that contribute to national 
competitive power. Especially, the labor unions of Germany participate, 
as an equal partner, in the decision-making processes of each company 
and organization, which includes planning and operating vocational 
education training, assessing the qualification system, and evaluating 
vocational training. The procedures contribute to secure competitive 
economic power and social stability in Germany. 

Meanwhile, in the decentralized type, a collective bargaining is 
conducted at the company level. The nature of the relationship between 
labor and capital in Japan is similar to that in Korea. Individual 
companies organize labor unions and collective bargaining is conducted 
at the company level. Japanese companies implement vocational training 
with policies and practices indicating that human resources can be 
located within the companies. In other words, on-the-job training 
functions as the main measure for vocational training and it still plays 
an important role today. However, the advanced levels of labor unions in 
Japan are less likely to participate in vocational training. Furthermore, 
the biggest issue for labor unions is job performance. Even though the 
labor unions participate in an economic council led by the government, 
they have little voice on matters concerned. Moreover, their participation 
in vocational training at the company level as well as the industrial level 
are insignificant. This is because the labor unions in Japan are not 
organized by occupations like those in Europe (Choi Young-Ho, et all, 
1999 ). 

The relationship between labor and capital in the U. S. is unique, 
among Western countries, in the relationship is maintained by each 
company and collective bargaining is conducted at the company level. 
An example of this would be 'Taylorism' scientific management that has 
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had a great influence on business minds and practices in the U. S. in 
the past. The geographic factor, the U.S. being so vast and home to 
many different ethnic and cultural groups have also had an impact on 
the formation of the relationship between labor and capital. In addition, 
the decentralized relationship between labor and capital in the U.S. 
comes from the fact that the unions focus primarily on wages and the 
work hours of employees. Therefore, individuals and companies rather 
than the labor unions are responsible for the development of vocational 
training. 

In countries where the emphasis on qualification is great, both labor 
and capital take a larger interest in the qualification system, and the 
relationship between labor and capital is established by businesses and 
occupations, not by companies. Thus, collective bargaining is conducted 
at the business level. The relationship between labor and capital in the 
U.S. and England is formed at the company level and in Japan it is 
also decentralized; however, the relationship between labor and capital in 
German is more of the corporatism type. 

The relationship between labor and capital in South Korea has long 
been built at the company level. Thus, the representatives of labor 
unions in South Korea have had no voice in business decision-making 
due to the familial environment. Furthermore, the labor unions do not 
play a role in the operations of the qualification system and labor's 
development of vocational ability because the government has 
traditionally been in control. In addition, the main partner in collective 
bargaining is a company's labor union; therefore, the participation of the 
labor union in the operations of the qualification system at the level of 
trans-corporations is limited. 



6. Conclusion 



This study examined thus far the factors affecting the types of 
qualification system: 1) types of the labor market; 2) types of human 
resources management; 3) types of vocational training; and 4) types of 
the relationship between labor and capital. The types of the qualification 
system of each country are classified as shown in Figure IH-2, with the 
degrees of extemalization that includes die types of the labor market and 
the types of human resource management, and the degrees of 
corporatism that includes the types of vocational trainings and the types 
of the relationship between labor and capital. In the U.S. and England, 
the degrees of extemalization are high; however, those of corporatism 
are low. In Germany, the degrees of both extemalization and corporatism 
are high while in South Korea and Japan, the degrees of both 
extemalization and corporatism are low. In France, like Germany, the 
degrees of corporatism are high, but extemalization is low because the 
internal labor market is developed. 
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Figure Iff-2. Countries by the Degrees of Externalization & Corporatism 



In South Korea and Japan, the activation of a corporation's 
qualification system is very useful in the development of human 
resources because the degrees of internalization in the labor market are 
traditionally high. If a standardized qualification system operated by a 
job duty system is established in South Korea like the U.S. and 
England, the efficiency of the system may not be as great because of 
the strong internalization in the labor market. However, it will be 
effective if the standardized qualification system is conducted in 
occupations in which the degrees of externalization in the labor market 
are high. To be more effective, the system of human resources 
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management needs to change into a job duty-oriented one. 

This requires reforms in South Korea's qualification system. It requires 
that the current system change into a job duty-oriented system in order 
to increase the usages of qualification and to advance social rewards for 
those who earn such qualifications. It also requires regular investigations 
of the evaluation standards of the qualification system to meet the needs 
of the labor market. In addition, a stable relationship between labor and 
capital should be established and this will make companies interested in 
human resources management produce more value added goods. 
Companies should also pay attention to the development of human 
resources for the advancement of vocational abilities and an enhancement 
of rewards for skilled workers, with the conception that vocational 
training is public property. In conclusion, labor unions organized by each 
business can function more efficiently for the operation of the 
qualification system; thus, an effort should be made in developing this 
kind of labor union. 



IV. Analysis of the Degrees of Usage of 

Qualifications 



1. Analysis Frame of the Degrees of Usage 



In this study, three ways of analysis of the degrees of usages of 
qualifications were utilized. First, the study estimated the degrees of job 
satisfaction of those with qualifications, transfer trends, employment 
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effects, and wage effects through labor and income panel data. Second, 
with this data, questionnaires were administered to examine the utilization 
of the qualifications in the development of human resources. Third, an 
in-depth analysis of the operations of in-firm qualification system and its 
differentiations from other qualification systems were conducted through 
the investigation of the operations of in-firm qualification systems 
recognized by the Ministry of Labor. 

2. Analysis of the Labor and Income Panel Data 

1) Characteristics of the Labor and Income Panel Data 

This study utilized the Korean labor and income panel data that was 
collected since 1998, by the Korea Labor Research Institute, in order to 
analyze the accomplishments and the degrees of usage of qualifications. 
The panel data is a longitudinal survey of economic activities, transfers 
in the labor market, income activities, consumptions, education, 
vocational training, and social activities of members of 5,000 households 
living in non-rural areas of South Korea. The survey is conducted once 
a year. 

Besides information on individual geographic data and economic 
activities such as the types of employment, working hours, and types of 
occupations, the Korean labor and income panel data also included 
information on job satisfaction and the reasons for quitting or 
transferring jobs. Currently, the third panel data in 2000 by Korea Labor 
Research Institute is not available; thus, this study analyzed the second 
panel data released in 1999. In the first panel data in 1998, no 
information on qualifications was available 4 . Furthermore, questions on 
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